show that individuals with higher levels of identity comprehension in work teams are likely to have higher levels of creativity and satisfaction and lower levels of absenteeism.
. However, to understand someone it may also be important to recognize what identities are not important to an individual. Empirical work has yet to show whether accurate comprehension of the relative importance of others' identities translates into outcomes that are desirable for organizations.
We define identity comprehension as the degree to which the relative importance of one's identities is recognized by important others. For example, when at work a focal person may answer the question "who am I?" with the reply, "I am a female engineer first, but I am also a mother. My ethnic background and location of upbringing are not important to me at work." This person would have a high level of identity comprehension if important others recognize that the identities of a female and an engineer are most important to her at work, being a parent is also important, but her ethnic background and location of upbringing are not important. Such recognition may improve individual outcomes through such mechanisms as increasing coworkers' support, empathy, and understanding of the focal member, and thereby improving communication and behavioral coordination.
As this is the first study of identity comprehension, our focus is on showing the relevance of identity comprehension for individual work outcomes. We utilize an objective measure of identity comprehension based on the degree to which teammates accurately comprehend the relative importance of multiple identities to a focal person. As team members are a particularly important group of people to individual employees (Cummings, Zhou, & Oldham, 1993; Polzer, Milton, & Swann, 2002) , the use of teammates as important others provides a relevant test of the identity comprehension construct. We specifically look at the relationship between identity comprehension and individual creativity, performance, satisfaction, and absenteeism. See Figure 1 for a model of identity comprehension, the related outcomes we examine in the current study, and the potential mechanisms mediating these relationships. In the following sections, we discuss the theoretical underpinnings of identity comprehension and then discuss the expected relationships of identity comprehension to these individual outcomes in more detail.
Identity Comprehension
Identity comprehension stems from the literatures on social identity and verification. The concept of identity comprehension and our operationalization of it bring together several important, yet still disparate, developments in these fields. First, like self-verification, the concept of identity comprehension incorporates identity recognition. Self-verification theories are used to explain behavioral modifications made by individuals to improve the degree to which others behaviorally verify their identities (Swann, 1996) . However, before others can verify an individual's identity they must first recognize the importance of various identities to the focal individual (Swann, Polzer, Seyle, & Ko, 2004) . This comprehension of the relative importance of the different identities, or, identity comprehension, can occur without self-verification, as reflected in the example of an employee who is also a student. This employee would have a high level of identity comprehension if his or her coworkers recognized that the "student" identity was important to him or her. This employee would have a high level of self-verification if his or her coworkers treated him or her in a way that reaffirmed his or her identity as a student. This distinction is important because there may be differing ramifications of identity comprehension and verification. In the example just provided, the student employee may feel more comfortable when the student identity is recognized; however, if it is constantly being verified, the student employee may feel belittled and may be unmotivated to perform up to his or her potential. Despite the possibility for identity comprehension to occur without needing verification, researchers have yet to explore the specific process of identity comprehension in more depth.
In addition to its exclusive focus on identity recognition, identity comprehension also offers an advantage over current self-verification studies by incorporating multiple identities. Identity at an individual level is what people use to answer the question, "Who am I?" An individual may identify (or answer the question of "who am I?") with multiple identities at a given time (e.g., Brewer & Pierce, 2005; Roccas & Brewer, 2002) , which may shape how he or she interacts with others (Ashforth & Mael, 1989; Gecas, 1982; Northcraft, Polzer, Neale & Kramer, 1995) . Few studies in the area of management have measured the effect of demographic characteristics or multiple identities simultaneously, although some recent studies about group-level diversity and faultlines have shown the value of combining different measures to obtain a single composite number (Jehn, Northcraft, & Neale, 1999; Lau & Murnighan, 2005; Polzer et al., 2002; Thatcher, Jehn, & Zanutto, 2003) .
Third, the concept of identity comprehension extends research in the self-verification literature by incorporating the concept of identity salience. Accurate identity comprehension involves the recognition of the relative levels of identification of a member with a characteristic. Recognizing the identities with which a focal person does not identify is as central to identity comprehension as recognizing the identities with which a focal person does identify. This is important as an individual does not necessarily identify with all groups to which she belongs (e.g., just because I am female does not mean that I consciously identify with being a female) or all roles that she undertakes (e.g., just because I do accounting work does not mean I identify with being an accountant). The relative salience of identifying with a group may depend on the context, such as the demographic composition of a team or the different skills required in a certain setting (Deaux, 1996; Thatcher & Zhu, 2006; Tsui & Gutek, 1999) , or even current events or prejudices (Elsbach & Bhattacharya, 2001 ). We thus extend past research in the operationalization of self-verification, which has exclusively focused on the verification of attributes and skills (Polzer et al., 2002; Swann, De La Ronde, & Hixon, 1994; Swann, Stein-Seroussi, & Giesler, 1992) , rather than the recognition of the relative strength with which an individual identifies with each of his or her multiple identities. To conclude, identity comprehension builds on the literatures of social identity and selfverification by simultaneously incorporating the concepts of identity recognition, multiple identities, and identity salience. For an overview of identity comprehension and related constructs, please refer to Table 1. In the following sections, we detail the specific relationships between identity comprehension and individual outcomes in the workplace. 
Hypotheses
We propose that the recognition of the relative importance of identities of a focal individual makes it easier for the focal member's team members to understand, support, and emphasize with the focal person. This may also improve the team members' abilities to coordinate actions and communications with the focal person. For example, if team members know that the focal person is strongly identified with a certain religion they will also be more likely to understand when the focal person is not able to attend a meeting because of an important religious holiday. This recognition from his or her group members may improve the focal member's workplace outcomes. In the following sections, we elaborate on the relationship between identity comprehension and the specific outcomes of individual creativity, performance, satisfaction, and absenteeism.
Identity Comprehension and Creativity
Creativity is becoming increasingly important to organizations as they attempt to not only earn short-term profits but also develop new and interesting products and services that enable them to survive over the long term (Elsbach & Hargadon, 2006; Oldham & Cummings, 1996; Van de Ven, 1986) . To foster creativity, organizations are increasing the use of teams in an attempt to facilitate effectiveness and empowerment (Milliken & Martins, 1996) and to realize the potential benefits of diversity (Williams & O'Reilly, 1998) . Creativity that is helpful to organizations rarely occurs in isolation but is usually as a result of interaction between people (Czikszentmihalyi, 1996; West, 1990) ; however, some individuals are better able to bring together pieces from different places and combine them into something useful for an organization (Amabile, 1988) . Thus, creativity is defined as the generation of novel and appropriate ideas, products, processes, or solutions that are useful or appropriate to the situation (Amabile, 1983; Oldham & Cummings, 1996; Shalley, 1995) .
Identity comprehension is based on the premise that important others have an effect on an individual employee's work attitudes and outcomes. Feelings of being known and understood by other group members may be able to specifically promote individual creativity through creating a more supportive and understanding environment where individuals may feel better able to explore more unique and risky ideas. For example, Stahl and Koser (1978) found that the extent to which supervisors were empathic and attempted to understand employees' feelings was positively related to the output of R&D scientists. Oldham and Cummings (1996) also found that a supportive, noncontrolling supervisor contributed to high levels of creative performance. When an individual works within a team, it is likely that members of teams with a supportive environment are likely to share their ideas more freely. When others take the time to recognize the relative importance of an individual's identities, the team atmosphere will be one that is supportive. Relatedly, Amabile, Conti, Coon, Lazenby, and Herron (1996) found that workgroup support was one of the most influential climate dimensions in determining creative behavior in organizations. Therefore, we propose, Hypothesis 1: Identity comprehension will be positively related to individual creativity.
Identity Comprehension and Performance
Although individuals may work with others, performance is often measured at the individual level. Performance has been defined as the productivity of an individual measured by standards (e.g., sales levels, goal completion, supervisor ratings) that are relevant to the organization (Oldham & Cummings, 1996) . In the current study, we define performance as the productivity of an employee measured by his or her effort, quantity of work produced, and quality of work produced.
At a group level, shared understanding (e.g., shared conceptions of expectations and rules) has been shown to positively affect performance (Bandura, 1997; Klimowski & Mohammed, 1994) . Ely and Thomas (2001) also found positive performance effects in groups where individuals felt that their "whole person" was known, even if they were very different from others. At an individual level, one would expect that accurate expectations of important others would also lead to improved performance. Because high levels of identity comprehension suggest that team members may have realistic expectations about how the focal individual would like to interact (Polzer et al., 2002) , the focal individual will be able to focus more clearly on the goals of the organization. Individuals are less likely to get into unforeseen and potentially negative interactions with other team members if their identities are understood accurately by team members.
Hypothesis 2: Identity comprehension will be positively related to individual performance.
Identity Comprehension and Job Satisfaction
Job satisfaction represents an affective reaction to workplace experiences and is defined as the overall degree to which individuals like their jobs (Price & Mueller, 1981) . Self-verification and role theory suggest that individuals' understanding of each other will reduce uncertainty in relationships and promote empathy (Dabbs & Rubach, 1987; Eisenberg & Miller, 1987; Underwood & Moore, 1982) . Therefore, we expect that individuals with a high level of identity comprehension will be more satisfied than individuals with a low level of identity comprehension because of a more supportive and empathetic environment.
Researchers of self-verification theory have consistently found that when important roles or characteristics are verified, individuals feel satisfaction (De La Ronde & Swann, 1998; Swann et al., 1994) . It is interesting to note that the relationship between self-verification and satisfaction holds true even for characteristics that may not be positive (e.g., low self-esteem, unattractiveness) (Swann, 1996) . The rationale for this relationship between self-verification and satisfaction is that accurate understanding of identities by the parties in question reduces uncertainty in the relationship between individuals (Swann et al., 1994) . When individuals make the effort to understand what is important to others, they do so with the purpose of being empathetic (Dabbs & Rubach, 1987; Eisenberg & Miller, 1987; Underwood & Moore, 1982) . In a workplace and within a work team, recognizing others' important identities provides an environment where people are understood but may not necessarily be verified.
However, when one has a high level of identity comprehension, one is likely to feel satisfied because others have made an effort to recognize his or her important identity. Thus, Hypothesis 3: Identity comprehension will be positively related to individual satisfaction.
Identity Comprehension and Absenteeism
Absenteeism refers to the nonattendance of employees for scheduled work (Brooke & Price, 1989) . Mason and Griffin (2003) found that the level of absenteeism at a group level was affected by the tone of the group. Groups with a positive affective tone had lower levels of mean absenteeism than groups with a negative affective tone. Positive affective tone provided an environment that was supportive and understanding. Likewise, identity comprehension reflects one aspect of a supportive work environment. When team members recognize the relative importance of other team members' identities, team members may be more empathetic and understanding in their relations with each other, thereby creating a more supportive work environment. Previous research has shown that personal and situational constraints influence the likelihood that an individual is absent (Tsui, Egan, & O'Reilly, 1992) ; however, it is also a behavior reflecting withdrawal from the organization (Brooke & Price, 1989; Stumpf & Hartman, 1984) .
The Steer and Rhodes (1978) model of absenteeism argues that attendance is primarily determined by ability and motivation. When individuals' identities are not recognized, it may affect the ability and motivational components of work attendance. For example, if a working father's identity as a parent is not recognized, other group members may schedule meetings at a time when the employee must leave to pick up his children from school. Therefore, the working father is unable to attend. The motivational component of absenteeism may be affected if the working father feels that he must go out of his way to rearrange his schedule for a meeting that impinges on an activity that is important to him (e.g., being a parent and picking up his child). He may just decide to miss the meetings. Thus, Hypothesis 4: Identity comprehension will be negatively related to individual absenteeism.
Method

Research Setting and Participants
To test our hypotheses presented above, we conducted a field study using surveys. The 35-year-old company (hereafter referred to as ABC) has approximately 1,300 employees in 21 offices in 10 countries. ABC began as an investment technology firm and now is a provider of asset management and investment technology solutions. They are a profitable company earning US$300 million in revenues and $69 million in profits during the first half of the year 2003. Initial interviews with project supervisors were conducted to describe the study and to request their participation; all supervisors who were approached agreed to participate in the study. After the interviews, supervisors were given a package of surveys to distribute to their subordinates. The interviews were also used as a way of generating commitment, obtaining general background information on the participants, and ensuring that archival data was accurate (e.g., job descriptions were current). Although participation was not mandatory, supervisors requested that their subordinates participate in the study. In total, 210 employees participated in the study; however, because of incomplete information, 21 individuals were dropped, leaving a total sample size of 179 employees. Our response rate was thus 85%. We did not find mean differences to exist between teams with missing data and teams with complete data. Therefore, the full sample of teams was kept in for ensuing analyses with specific individuals and missing data being excluded. Selection of the participating individuals is described below.
We worked with ABC management to develop a comprehensive database of all ABC employees and their primary team membership and conducted a preliminary survey to gather basic objective demographic data on approximately 500 individuals. Individuals were chosen to participate in the current study based on the size of their project teams (teams with fewer than three members were omitted from the study) and location (teams based outside of the two main offices were not included) and presented to ABC for final selection. ABC has a team-based organizational structure. When a new team is formed, individuals physically move their desks so that they are located within the same proximity as other team members. Teams are created when projects arise and are disbanded when projects are completed. Approximately 280 individuals were dropped from the original sample based on their team characteristics as described above. The nonparticipating individuals were no different from the participating individuals in terms of their demographic characteristics. For example, the gender breakdown of the participating members is 65% male, the average age is 34.6 years, and 17.2% of the members were non-White. Nonparticipants were 62% male, the average age was 33.8 years, and 19.6% of the members were non-White.
Employees filled out surveys assessing identities, satisfaction, and absenteeism. Supervisors filled out separate surveys that contained items pertaining to individual creativity and performance. Survey responses, calculated scores based on survey responses, and individual performance data collected from the team supervisors were used to test the hypotheses. Although this design does not enable testing of causal hypotheses (Cook & Campbell, 1979) , it does allow us to test for the viability of the identity comprehension construct as an important variable for individuals in organizations.
Measures
Identity comprehension. Identity comprehension is defined as the degree to which the relative importance of one's identities are recognized by important others. Project team members are a particularly important group of people to individual employees (Cummings et al., 1993; Polzer et al., 2002) . Participants in the study filled out a questionnaire asking how they identify themselves while in their team. A checklist was provided such that each participant could rank the importance of each identity to themselves while working on the team. Participants rated their identities' importance on a 7-point Likert-point scale where 1 = I do not identify with this category at all while working in my team and 7 = I strongly identify with this category while working in my team. The rated identities were gender, education, functional background, ethnicity, race, team, company, age, marital status, parental status, location of upbringing, religion, disability, and socioeconomic status. Although individuals may define themselves via characteristics that are not demographic in nature, we focused on demographic categories and role-based identities to be consistent with characteristics studied in social identity and role theory research. These characteristics are also more easily detected, and people tend to categorize others based on observable characteristics and roles. There was a space at the bottom of this list for individuals to write in other identities that they considered important to themselves or to others. No other identities were provided by the respondents. For example, if a female employee strongly identifies with the categories of parental status and educational level while working in her team, she would place a 7 in the spaces next to those categories. If she rarely or never identities with the category of ethnicity, she would place a 1 in the space next to that category. This possibility of allowing individuals to fill out identities not already given is important, as a comprehensive review of the literature on organizations has turned up only a few studies in which the identity of an individual is subjectively determined by the individual rather than based on objective demographic characteristics (Kirchmeyer, 1995; Riordan, 1997; Riordan & Shore, 1997) .
Individuals were then asked to rate each of their team members on the importance of each identity to their team member using the same 7-point Likert-type scale. For example, all of the female employee's team members would place a 7 next to those categories to which they feel this employee most strongly identifies while at work. Supervisors did not rate their subordinates' identities, and their identities were not rated by their subordinates. Identity scores tended to be similar across individuals such that individuals that were high identifiers on one trait usually tended to be higher identifiers on other traits (α = .79).
For most teams, every team member reported the importance of their identities and reported their appraisal of all other team members' identities. Twenty-one individuals who did not participate were dropped from the sample. We asked supervisors about the status of the nonparticipants; four individuals were out on long-term sick leave, and 16 individuals were in transition (just joining or just leaving the team). One individual refused to participate. Based on their individual scores and the scores given them by other team members, we created an identity comprehension measure.
Identity comprehension was calculated by using Euclidian distance scores. 1 These scores were calculated for each individual and for each identity in the tradition of standard relational demography research (Tsui et al., 1992) . For each identity characteristic (i.e., gender, race, age), a difference score was calculated comparing an individual's social identity rating with those from his or her project team members. The following formula was used for this calculation:
This score was not used to assess identity similarity between an individual and his or her team members but was used to measure the degree to which team members understood the relative importance of the focal person's identities. Because each of the identity measures is on a 7-point Likert-type scale, the scores are additive and were combined to create one final identity comprehension score. The degree to which group members understood each specific identity of a given group member tended to be fairly consistent across all the specific identities of that focal member (α = .78), justifying our aggregation of the comprehension of each unique identity to an overall identity comprehension construct. Individuals with a low score have better identity comprehension than individuals with a high score. The range of scores is 12.94 to 46.61. The person with a score of 46.61 has the lowest level of identity comprehension whereas the person with the score of 12.94 has the highest level of identity comprehension.
The identity comprehension scores were reverse-coded in the correlation table and in the regression analyses such that a high identity comprehension score represents a high level of identity comprehension and a low identity comprehension score represents a low level of identity comprehension. This was done to ease interpretation of the analyses.
Creativity. Creativity was measured by employees' supervisors. Supervisors answered three questions for each subordinate including the number of creative ideas one had, the usefulness of those ideas, and the overall creativity of the work done by the employee (Oldham & Cummings, 1996) . Cronbach's alpha of the creativity scores was .95.
Performance. Supervisors were asked to rate the performance level of each employee on a scale designed by Hackman and Oldham (1975) . They were asked to rate employees individually on the quality of their work, the amount of work they performed, and the amount of effort they put into their work. This measure of performance is similar to actual performance measures used in the organization for promotion and bonus decisions. Cronbach's alpha of the performance items was .94.
Absenteeism. Absenteeism was measured by asking employees the number of times they were absent in the last year (Jehn, 1995; Tsui et al., 1992) . Responses ranged from 0 to 30 days.
Satisfaction. Satisfaction was based on self-report measures of the individual participants.
A three-item scale made up of two items from LePine and Van Dyne's (1998) scale and Kunin's (1955) 7-point Faces Scale are combined to reflect satisfaction. An example of an item from LePine and Van Dyne's (1998) scale is, "I am satisfied with this team." Both question formats-the Faces Scale and the standard items-were on a 7-point scale. These three items had a Cronbach's alpha of .85.
Control variables.
As the objective of the current study is to test the effects of identity comprehension on individual creativity, performance, absenteeism, and satisfaction, it is necessary to control for additional variables that may cause spurious correlations between the predictor variables and outcome variables. Individual tenure on team refers to the number of years an individual has belonged to his or her current team. Individual tenure on team is measured by asking each individual how long he or she has been a member of their team.
Team size refers to the number of members in the team. Because teams varied greatly in size in the sample (from teams of 3 to teams of 15 members) and because size may make it difficult for team members to learn of others' identities, we control for this variable. Identity sum refers to the sum of the focal individual's identity scores. If an individual has many identities that are important to her, she would have a larger identity sum total. Identity sum reflects the strength and number of identities an individual feels is important; identity comprehension reflects the interaction between the individual and important others (e.g., team members) with regard to relative identity importance. It is important to control for this variable because we are interested in the degree of identity recognition between important others and a focal individual rather than the number of identities that an individual strongly identifies with. The range of identity sum scores is 21 to 89 with a mean of 50.79 and a standard deviation of 12.03. Demographic dissimilarity refers to the degree to which individuals differed from team members based on demographic characteristics. Dissimilarity was calculated using the relational demography formula of Tsui et al. (1992) and incorporated the summed dissimilarity scores for demographic traits thought to be of primary impact in past research-namely, individual gender, race, work function, and education (cf. Jehn et al., 1999; Williams & O'Reilly, 1998) .
Data Analysis
Because the individuals in our study were not randomly distributed across the organization, but rather were members of different teams within the organization (to which they had not been randomly assigned), this nonrandom assignment needs to be accounted for in our data analysis. Different teams in the organization might have different climates or cultures that could increase the likelihood of members within the same team having similar levels of identity comprehension. In dealing with this issue, researchers have explored several different data analysis options. One option is to assign the higher level measure (e.g., team number) to each unit at the lower level (each individual team member), and then conduct analyses at the individual level. In this option, the assumption is made that individual outcomes are not influenced by team characteristics, which yields biased estimates of standard errors and increases the chance of Type I error (Burstein, 1980) . A second option is to aggregate all measures to the highest level of analysis (e.g., run analyses entirely at the group level). However, the appropriateness of inferences concerning relations among aggregated variables, especially variables that can be expected to vary within teams, is questionable (Klein, Dansereau, & Hall, 1994) . In addition, statistical power can become an issue with this approach.
Hierarchical linear modeling (HLM) can also be used to control for the lack of independence in the dependent variable caused by nesting within raters (Bryk & Raudenbush, 1992) . HLM overcomes the issues raised by the two previously described methods by allowing a simultaneous investigation of within-and between-group effects on an individual-level dependent variable (Hofman, Griffin, & Gavin, 2000) . In HLM, parameter estimates and standard errors are based on the group-level sample weighted by the reliabilities of the individual-level dependent variable in each group. To do this, HLM employs an empirical Bayesian estimation process in which models at both levels are estimated iteratively. HLM then employs a Level-1 (within-group) analysis to provide two parameters-within-group intercept and slope-that describe the relationship between independent and dependent variables within each group. These parameters then serve as the dependent variables for equations for a Level-2 (between-group) analysis. The presence of a group-level (identity comprehension) effect on the individual-level outcomes (e.g., performance, creativity) is then determined by the presence of a significant parameter estimate for Level-2 predictors of Level-1 intercepts. Because of this ability of HLM to simultaneously account for individual-level and group-level effects, we employ HLM in the current study to test our proposed relationships.
The basic two-level HLM model we employed is depicted in equation form as follows:
Level 1: Individual outcomes = B0 + B01 + B02 + B03+ R (1) Level 2: B0 = G00 + G01 + G02 + R (2) where B01 = main effect for individual tenure in team, B02 = main effect for individual identity sum, B03 = main effect for individual demographic dissimilarity, G01 = main effect for team size, and G02 = main effect for identity comprehension. Individual outcomes represent the individual-level outcome measures of performance, creativity, absenteeism, satisfaction, B0 is a random coefficient representing a within-group intercept, R is an individual-level error term and is assumed to be independent and normally distributed with a mean 0 and a variance of σ 2 . G00 is a between-group intercept. The R in the Level 2 equation is a grouplevel error term that represents the residual variance for each equation and is assumed to be normally distributed with mean 0 and variance in intercepts (τ 00 ) and slopes (τ 10 ).
Results
Preliminary Analyses
To confirm the appropriateness of using HLM, we first investigated if there was significant variation in levels of identity comprehension between groups (Hofman, 1997) . A one-way ANOVA suggested that levels of identity comprehension did indeed vary significantly between teams, intraclass correlation (ICC) (1) = .69, F = 30.25, p < .001. To further confirm the appropriateness of using HLM, we also examined whether systematic Level 2 variance existed in our dependent variables. We performed our analyses using the HLM 6.00 statistical package (Bryk, Raudenbush, Cheong, & Congdon, 2000) . We first estimated null models (empty models with no predictors), and found significant Level 2 variance (absenteeism: τ 00 = .82, df = 27, χ 2 = 47.71, p = .001; creativity: τ 00 = .25, df = 27, χ 2 = 83.58, p = .000; performance: τ 00 = .13, df = 27, χ 2 = 48.77, p = .001; satisfaction: τ 00 = .22, df = 27, χ 2 = 64.74, p = .000), confirming the appropriateness of using two-level HLM. We then examined whether systematic Level 2 variance existed in the intercept parameter B0 after including individual-level control variables. We thus added individual tenure, identity sum, and dissimilarity and reran the analyses on the individual level outcomes. Again, these results showed significant Level 2 variance (absenteeism: τ 00 = .88, df = 27, χ 2 = 47.94, p = .001; creativity: τ 00 = .25, df = 27, χ 2 = 79.84, p = .000; performance: τ 00 = .13, df = 27, χ 2 = 48.34, p = .001; satisfaction: τ 00 = .21, df = 27, χ 2 = 61.17, p = .000), confirming the appropriateness of using HLM.
Tests of hypotheses were thus conducted using HLM. We tested our hypotheses using "slopes-as-outcomes" analyses. Individual (Level 1) control variables were grand-meancentered, and Level 2 variables (i.e., identity comprehension) were group-mean-centered to improve interpretation of outcome variables (Bryk & Raudenbush, 1992; Hofman & Gavin, 1998) . With this centering, the intercept in our equation equals the expected value of our outcome variables when our independent variables are set at the sample mean. Table 2 provides means, standard deviations, and correlations between the variables in the model. Identity comprehension was correlated positively with creativity and performance, and negatively with absenteeism. Individual tenure on the team, it is not surprising to note, was correlated with satisfaction, and identity comprehension was negatively correlated with team size and demographic dissimilarity. Managerial implications of these finding are discussed later.
Descriptive Statistics and Correlations
It is also important to note that all participants felt that they strongly identified with at least one of the possible categorizations provided. This was determined by the fact that every individual rated at least one of the listed identities as a 7 (I strongly identify with this category while working in my team). This is important because it shows that demographic and role identities are important aspects of identification while at work. Table 3 shows the results of HLM, "slopes-as-outcomes," analyses for the main effects of identity comprehension (Level 2) on individual-level outcomes (Level 1) relevant to organizations. Hypothesis 1 proposed that individuals with higher levels of identity comprehension would have higher levels of creativity than individuals with lower levels of identity comprehension. This was supported as identity comprehension was positively related to creativity (γ = .05, t= 2.33, p <.05). Hypothesis 2 was not supported-individuals with higher levels of identity comprehension did not have higher levels of performance (γ = .04, t = 1.70, p < .10).
Test of Hypotheses
Thatcher, Greer / Implications of Identity Comprehension 17 Hypothesis 3 was supported-individuals with higher levels of identity comprehension had higher levels of satisfaction than individuals with lower levels of identity comprehension (γ = .05, t = 2.64, p < .05). Finally, in Hypothesis 4 we proposed that individuals with higher levels of identity comprehension would be less likely to be absent from work than individuals with lower levels of identity comprehension. This was supported, as identity comprehension was significantly negatively related to absenteeism (γ = -.20, t = -2.56, p < .05).
Post Hoc Analyses
Given that we tested our hypotheses in a work environment, it is conceivable that primarily work-related identity comprehension is driving our results. Therefore, we created separate identity comprehension variables based on work-related identities (i.e., identity comprehension on function, team, and company identities) and person-based demographic identities (gender, race, ethnicity, age, education, marital status, parental status, location of upbringing, religion, disability, and socioeconomic status) and found mean differences between the two types of identity comprehension variables. Specifically, we found the comprehension of the 14 different identities examined in the current study to load onto two separate factors in a principle components factor analysis, with all loadings above .6. Work-related identity comprehension loaded onto a separate factor from the identity comprehension of specifically demographic, person-based identities. Based on this finding, we reran our hypotheses testing looking at work-related identity comprehension separately from demographic identity comprehension, using the same methods and controls as presented in our initial hypothesis testing. We found no effects of work-related identity comprehension on individual outcomes. It is interesting to note that we did find person-based demographic identity comprehension to positively relate to individual performance (γ = .05, t = 2.13, p < .05). It is also possible that identity comprehension matters most for an individual's most important identities. Therefore, we ran additional analyses to examine whether identity strength moderates the relationship between identity comprehension and our outcome variables. We tested for a moderating effect using all three identity comprehension variables (total identity comprehension, work-related identity comprehension, and person-based demographic comprehension) and found no moderating effects of identity strength. The lack of findings confirms the importance of identity recognition of all identities-those that are important to an individual and those that are not important to an individual.
Discussion
The current study contributes to the existing literatures on diversity, social identity, and self-verification with a first empirical test of the identity comprehension construct. The results show that identity comprehension has a significant impact on individual outcomes, as rated by external raters. Specifically, we found that identity comprehension is positively, significantly related to individual creativity and satisfaction, and negatively, significantly related to absenteeism.
By finding a relationship between identity comprehension and externally-rated employee outcomes, we are able to present results, unimpaired by common method bias, that show the importance of identity comprehension for individual outcomes. In addition, we show that these results occur even after controlling for demographic dissimilarity. Our study thus extends identity and diversity research by showing that it is not just the presence of diversity that matters, but rather the recognition that others have of the different identities with which individuals identify.
The current study contributes to our understanding of self-verification, self-categorization, and social identity theories. Although our study shows that individuals do identify with demographic groups and roles in ways that are consistent with self-categorization and social identity theories, our study extends these literatures by suggesting that the recognition of the relative importance of an individual's identities is positively related to employee outcomes, including individual creativity, satisfaction, and absenteeism. Based on our findings, we suggest that recognition, without verification, may be important for individual outcomes. Selfverification theories predict that individuals seek out situations whereby one's identities can be verified by others around them (Swann, 1996) . Alternatively, individuals may negotiate their identities such that they feel comfortable with their surroundings (Swann et al., 2000) . The findings of the current study suggest that there is a third alternative. Rather than needing behavioral verification in all settings, it may be enough for individuals to have the relative importance of their identities recognized. This may be especially true in workplaces where individuals are unable to choose whom they interact with on a daily basis (Thatcher & Zhu, 2006) . Recognition of others' identities, regardless of whether or not they are verified, may provide an environment conducive to workplace creativity, satisfaction, and reduced absenteeism.
In our post hoc analyses we ruled out some alternative explanations for our results. Identity comprehension based only on work-related identities was not related to any of our outcome variables. It is interesting to note that identity comprehension based only on person-based demographic identities was significantly and positively related to performance. This could occur because recognition of person-based demographic identities could enable better behavioral coordination; for example, individuals who were recognized as identifying with their parental role may not be expected to work after hours, whereas individuals who did not identify strongly as a parent may be seen as having more flexibility with regard to working hours. In addition, the results of the post hoc analyses ruled out the possibility that identity comprehension matters most for identities that were most important for individuals. Accurate recognition of unimportant identities was just as valuable as accurate recognition of important identities. This finding is not inconsistent with findings in the self-verification literature that show that individuals prefer to be around others who confirm their self-view, even if the self-view is negative (Swann, 1996) . Identity comprehension helps individuals because important others recognize the identities that are important as well as those that are not important.
Limitations and Future Directions
A few limitations of the current study should be mentioned. First, relying on essentially cross-sectional data, we cannot infer causality. Therefore, longitudinal research and/or experimental designs are necessary for a more complete understanding of the effects of the identity comprehension construct. Second, the measure of absenteeism could not be assessed for reliability because it was a single-item construct. Although we have no reason to doubt the accuracy of this measure, future research would benefit from the use of a full scale assessing absenteeism.
Third, we used social and role characteristics as the basis from which to measure identity comprehension. The types of characteristics used to measure identity comprehension could be expanded to include any identities that individuals felt were important to them at work. The participants in the current study were given the option of including other important identities for themselves and others, and not one identity was added to the list.
Fourth, as the current study was a first test of the relevance of the identity comprehension construct for individual outcomes, we did not focus on the processes mediating this relationship. Future research would benefit from the examination of the processes driving the effects of identity comprehension on individual outcomes, including the roles of empathy, understanding, support, behavioral coordination, and communication effectiveness.
Fifth, future research could benefit from examining the group-level effects of identity comprehension. In the current study, we found levels of identity comprehension to vary between teams. This suggests that identity comprehension may potentially relate to other group-level processes and could have repercussions on group-level outcomes, including group performance. In addition, this also suggests, that within teams, some teams exhibit overall better levels of identity comprehension than other teams. Factors that could influence this would be of interest in future research, including the roles of group or organizational norms. For example, norms that favor the expression of one's multiple identities (rather than conformist norms) might enable teams to have higher levels of identity comprehension. Future research would thus benefit from further exploration of the group-level differences of identity comprehension.
Future research could also potentially examine the impact of weighting to give more importance to certain "others." Future research could benefit from examining the relative importance for employees' outcomes of experiencing identity comprehension from a supervisor or organizational leader. Other variables that would be interesting to include in future research are potential antecedents to identity comprehension such as the openness of communication and communication frequency.
Last, future research should also measure all facets of identification and simultaneously investigate their effects on outcome variables. For example, we include demographic dissimilarity and identity comprehension in the current study; future research should also include a self-verification measure so that researchers are clearly able to differentiate between the effects of identity recognition and identity verification.
Managerial Implications
There are important managerial implications that arise from our results. It is important for managers to recognize that there is a difference between identity comprehension and other self-verification constructs, and that this difference is not trivial. Because the results of the current study show that there are positive benefits from identity comprehension, managers can take appropriate actions to increase identity comprehension among individuals in organizations. It is easier for managers to provide opportunities and events whereby important and unimportant identities can be shared than to ensure that employees verify others' important identities. For example, a member could tell her important coworkers that growing up on the East Coast is an important part of her identity, and they will then be able to recognize that "East Coaster" is an important identity for her. However, she is unable to force them to verify her identity as an "East Coaster."
The negative relationship between team size and identity comprehension suggests that the number of individuals others must work with can be an important variable in determining individual success. Managers must carefully manage large teams so that individuals have an opportunity to understand the identities that are important to others. The negative correlation between identity comprehension and demographic dissimilarity suggests that individuals who have high levels of identity comprehension are more similar to their team members. In line with the similarity attraction paradigm (Byrne, 1971) , individuals are more attracted to and thus more likely to want to interact and understand an individual when they are similar to that individual. In dealing with diverse teams, it is important for managers to help team members recognize the identities that are important to others especially when team members are either demographically diverse or care greatly about an identity that is unimportant to others (e.g., being disabled, being a caretaker to parents).
Conclusion
Identity comprehension has important implications for organizations dependent on teamwork or where there are overlapping dependencies on others' work. Furthermore, identity comprehension furthers our understanding of the importance of recognizing others' important and unimportant identities in the workplace. In conclusion, to answer the question posed in the title, it really does matter if you recognize who I am. Footnote 1. One could operationalize identity comprehension using a difference score. Euclidian distance scores place a higher emphasis on larger differences (Vancouver & Schmitt, 1991) . We calculated both the difference and Euclidian distance scores; the two scores were correlated at .97 and all results using the scores were very similar. Like the interpersonal congruence score used in Polzer, Milton, and Swann (2002) the main concerns of difference scores do not apply to the identity comprehension score. This is because the difference in ratings is done by many individuals and all ratings use the same terms and scale. The component variable, termed identity sum, was included as a control variable in the regression equations to control for spurious effects.
